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UNIT 12 HRD EXPERIENCES

Objectives

e understand the HRD function

e analyse the experiences of organizations relating to HRD functions;

e highlight the role of HRD in the organization; and

e identify the HRM functions, which have a direct or indirect role in the
HRD function.
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12.1 INTRODUCTION

Human resource development as a concept has become popular in the 1980s.
The concept, however, can be traced back to the small businesses limited to
the products of household use in the post-industrial revolution era. Skill
development programs were conductedfor all those artisans and employees
who were involved in the production of those products. This was followed by
the apprenticeship training programs and vocational education programs for
the semi-skilled and unskilled workers.Further, the experiments conducted by
F. W Taylor and Elton Mayo brought to light the need for scientific training
for improving efficiency and productivity. The aftermath of thetwo world
wars evidenced the emergence of human resource development and the
establishment of training departments in a professional manner.The
relationship between human resource management and HRD training



emerged for the effective utilization of human resources to achieve the goals
of the organization. Training as an important function of HRM to develop the
human resources assumed significance in this context. The comprehensive
HRM entails all its functions starting from HR planning/ manpower planning,
recruitment and selection, training and development, performance
management, career development, compensation and rewards management
which are primary functions, directly and indirectly,affect the HRD function.
Thus, the HRD functions of training and development, organization
development, career development along with coaching/ mentoring,relate to
the functions of HRM, which are described as HRD experiences.
Organizations have altered the structure of the HRD function and made
efforts to enhance the competencies and role of the HRD professionals.
However, the challenges to the organizations and the HRD professionals in
relation to competition at the global level, identifying and mapping skill gaps,
diversity and inclusion, facilitating organizational learning and the need for
lifelong learning remain as challenges as organizations plan their
development initiatives. Further, the Covid-19 pandemic has further
accelerated the workplace transformation and has impacted businesses,
calling for developing the needed skills forlong-term organizational
sustainability.

12.2 EXPERIENCES

HRD today is faced with myriad challenges that include managing layoffs,
organization restructuring, making urgent financial decisions, ensuring
employee wellness, adhering to government regulations, and adapting to a
newer, remote way of working. It has become essential that
HRDprofessionals learn from global best practices/ experiences to tide over
these uncertain times and prepare their organization for long-term growth and
transformation.The experiences of organizations across the world and India
highlight the role of HRD in relation to human resource management and
development. These are presented below in the form of case studies.

HR Planning or Workforce planning

Box 1: Case Study

The Dutch Railway system processes 1.3 million passengers and more than a
million tons of cargo daily with high reliability and safety and a low CO2
profile. In the coming 10 years, the daily number of trains will need to grow
30% to enable train operators to deliver on the growing demand for
Passenger and Cargo traffic. This is a major challenge for the Dutch Railway
infrastructure manager, Pro Rail. An obvious choice would be to change and
grow the rail infrastructure within the Netherlands. But growing the
infrastructure would require a multi-billion Euro investment and may take too
much time and space in urban areas. The strategic workforce challenges for
the 700 Train Traffic Controllers and 150 operational planners whose jobs
will change tremendously because of this. They wanted to do it with a digital
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vision. A data-driven approach was adopted to estimate the availability and
composition of the workforce, based on available personnel data. In the end,
the model was quantitative, providing estimates on needed workforce at any
given point in time.

Discussion

After the major steps of the Digital Vision were defined, the management
from Traffic Control had to design a Strategic Workforce Plan to see what
the impact would be on the workforce. They wanted to know what decisions
and steps would be needed to align workforce requirements with the ever
changing fundamental changes in technology and processes. Thetask of HR
Departmentis related to the deployment of people while HRDwas responsible
to train the traffic controllers andthe plannersto manage change in the context
of the digital vision. The next step is to devise a plan where the Digital
Vision and other developments would be analysed and translated to
workforce requirements for the years ahead. Estimated qualitative effects on
the jobs and personnel characteristics, based on current insights, may have
limited impact, following discussions with the management team. The
proposed quantitative model provided them with several useful insights on
the work force planning and the needed HRD efforts.

Job Description

Box 2: Case Study

ReTargeter was a high-growth pioneering digital advertisingcompany—they
were acquired by SellPoints for their highgrowth potential. ReTargeter
believed that there was a lack ofdetail, engagement, and interaction on job
descriptions creatinga wide gulf between employers and candidates. This,
theyfound, resulted in wasted time, misinformed decisions, andmissed
opportunities. In high growth mode, ReTargeter neededa solution to drive
consistent hiring. ReTargeter needed to keeptheir candidate pipeline full,
attract quality talent (not justquantity), and optimize hiring spend.ReTargeter
had some valuable qualities as a company thatwould be attractive to
candidates including culture, professionaldevelopment, respect, and
teamwork. They knew thesequalities would help their initiative to drive
consistent hiring, butthey needed a way and channel to communicate it. The
perfectsolution for them was a job description. ReTargeter filmed aseries of 5
videos in less than 2 hours and the jobs went livewithin 2 weeks in a phased
release. The phased release wasplanned to allow their team to focus on
sharing specific jobs viatheir social networks one at a time.ReTargeter’s
video job description approach to recruiting andhiring resulted in the hiring
of three “A-players” in its first month!ReTargeter’s performance metrics
could be understood across the 5 positions that they advertised. Theyreceived
38 applications and they hired for 3 positions with a total views of 4,423.




Discussion

SellPoints acquired ReTargeter and found that there was a need for a solution
for constant hiring and they found that the job description was the best
solution to keep their pipeline full. They used technology and social media in
their hiring process and succeeded in diagnosing the problem and finding a
solution to it. Digital advertising companies in the current context provide the
digital marketing to grow businesses going online. Its high reach, visibility
and measurement of results were seen in ReTargeterin attracting its talent.
Post Covid digital advertising is moving towards being the primary focus of
advertisers because of building a cost effective customer base, restoring
brand image and awareness, leading to high reach, measurable results,
increase in ROI and retaining loyal customers.

Recruitment

Box 3: Case Study

The Losch Group is the biggest player in the Luxembourgish car sector.
Therefore, recruiting the best talent is key for the success of the company. To
maintain its operations, Losch hires diversified profiles, from mechanics to
digital managers or accountants. The biggest pain points of the old
recruitment were large-volume applications management; selection process
of the most promising profiles, collaboration within HR department and
quality of hire improvement. The group implemented a new software using
Al-powered algorithms which optimised the recruitment cycle and enabled
better hiring decision making.

Discussion:

Losch became aware of how crucial it was to embrace a more
agile recruitment process, with the implementation of a software that could
prevent the company from losing potential talent and, also, allow them to
keep up with the digitalization and fast growth. The new automated saved a
lot of time and improved the candidate experience.The recruitment software
also provided the HR departmentwith acentralized and streamlined hiring
process between their subsidiaries, enabling them to embrace the digital
revolution through standardized processes.The digital transformation was
further accelerated in the post covid context with several businesses
implementing remote work policies and changed processes.This also applied
to recruitment as companies came to realize they needed to adapt to keep
hiring during the pandemic. Key companies, who want to further optimize
their recruitment process, need features that are key to hiring success.
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Training and development

Box 4: Case study

One of the key functions of the HR department in Infosys is training and
development. The other departments also collaborate with the HR department
along with the subject matter experts from other organizations and
universities. Infosys designs its training policies, ensures the quality of
training and development ( T&D)and integrates it with daily operations and
strategy development. Training sessions are designed for different teams
according to their level (4 levels). Their T & D is integrated with
performance management which allows the managers to identify the training
needed by the employees and chart out the development strategy along with
mentoring to develop their career. Infosys mandates at least 5 training
sessions in a year, equipping them with latest skills/ knowledge to prepare
them to contribute to the company. Infosys holds several lectures to
summarise the T &D programs thus helping the HR department to plan the
training programs in the following year. The company uses a number of
methods to review the concepts and theories to make training development-
oriented.

Discussion:

Infosys is a global leader in consulting, technology and outsourcing, with a
global clientele of 30 countries and with a footprint across the world.The
company thustakes the training and development function seriously by
providing training opportunities for all its employees. Different departments
collaborate to provide training for skill-building, content interms of
technology, business knowledge etc. with subject matter experts contributing
to the quality of training to enhance the efficiency of the employees. The

training policy integrated with HR policies and the overall strategy proves the
developmental orientation of training at Infosys.

“An investment in knowledge always pays the best interest.” These words
by Benjamin Franklin fit the Infosys policy on training and development thus
helping the people discover and develop their talent. In the contemporary era
of digitization, e-learning is ineluctable and the competitive world demands
organizations to explore innovative ways to augment learning. Therefore, HR
needs to leverage technology and transition from traditional learning to
digital learning. A futuristic organization will empower people to learn at
their own pace, anytime, anywhere. Learning Management Systems (LMS)
and Learning Content Management Systems (LCMS) are great ways to
reinvent learning & development at workplace. Training in Infosys not only
helps fill skill gap but also improves productivity at work. As a technology
leader it leverages technology for its transition from traditional learning to
digital learning, thus empowering people to learn at their own pace at
anytime and anywhere.Summarizing their training and development
programs at the end of the year thus enable the company to reinvent the
training and development at the work place




Performance Appraisal

Box 5: Case study

A & M follows an annual appraisal process which is led by goal setting in the
beginning of the fiscal year, followed by mid-year and then year-end review
processes. Since it is a consulting organization, the work is predominantly
project-based and the overall role expectations are pre-defined for each level.
There is deep focus on defining the roles clearly so that the performance
expectations and discussions are effective and dovetail into the larger
organizational goals. Achieving clarity on individual and project goals has
always been treated as the most critical part of the performance review
process. As a firm of “doers” that fosters an entrepreneurial and hands-on
approach to work, the people showed tremendous accountability, rising to the
challenges of the pandemic and giving their 200 per cent to deliver superior
results. 2020 has been an extraordinary year, that also led to extraordinary
results. The year stood out for them for being one of those with the highest
number of promotions at A&M India with about 30 per cent of employees
promoted. The company has also ensured that the employees received full
bonuses as per the organization’s regular business cycles. Continuous
feedback and real-time recognition also form critical elements of the
performance management processes.

Discussion:

Performance managementis a process through which the managers ensure
that employee activities and outputs are congruent with the organization’s
goals. As in the case of A & M the goal setting is done according to the
organization’s development plan, strategy and goals. In a way the
performance is defined, the measurement metrics are clearly spelt out,
leading to managing the performance integrated with training and
development, career development, and compensation and rewards
management.

Activity 1

1. Have you learnt anything following a hands-on approach, either at home
or at work? List them out
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Compensation Development

Box 6: Case Study

KPMG, a consulting firm in New York announced a new package of
enhancements to their benefits and compensation, tied to mental, physical,
social and financial well-being. These increases are the biggest in the history
of the company. The company made sure that their base compensation is in
line with the market, to give attractive benefits.The company cut healthcare
premiums by 10% for 2022 with no change in benefit levels, and they
introduced healthcare advocacy services. They are replacing their current
401(k) match and pension programs with a single, automatic company-
funded contribution within the plan that's equal to 6% to 8% of eligible
pay.As part of this, the company was focusing on the crucial element of
ensuring that employees know that the company iscaring for them. So the
company is also providing up to three weeks of additional caregiver leave,
separate and apart from PTO. The company also provides paid parental
leaveof 12 weeks of paid parental leave, and have expanded our holiday
calendar.

Discussion:

Employees across domains have acquired special skills and improved their
resumes. It has been reported in a survey that employees were demanding a
whopping 70% increase in their compensation due to their technical
superiority and skills. Every industry is now looking at suitable candidates
who are thorough with a basic functional knowledge of remote working tools,
data literacy, big data, cloud computing including social media and strategic
tools. On the other hand, surveys also report that 82% of job vacancies
require digital skills as one of the basic criteria. A person thus needs to be
tech-savvy to bag a role in organizations that are also offering a much better
incentive to meet not only the mental and physical but also social and
financial well-being, as can be seen in the case of KPMG in the US, most
organizations have also brought in a changein the benefits relating to the
healthcare of the employee and his family. In view of the health exigencies
arising out of the pandemic, paid leave to take care of the self and family for
working from home, the caregiver leave etc. are expanded benefits. The role
of HRD in terms of taking care of the mental, physical, social and financial
well-being assumes importance in the current context.

Activity 2

1. All of us take care of our well-being and wellness> List out some
activities you do to take care of your physical, mental, and others relating
to well- being and wellness?




Diversity Management and Inclusion

Box 7: Case study

Hewlett & Packard was one of the forerunners in formalizing the HP way in
1957 when it went public. Right from the beginning, HP followed an open
corporate policy where the objective was to enable all employees to do a
good job of whatever they did. The diversity journey of the company started
in the 70S and 80s with the college recruitment programs, student work
experience programs, black managers network, focus group discussions to
attract women and minorities, technical conferences for women etc. where
the CEO issued statements valuing diversity. The 1990s witnessed the first
worldwide diversity dialogue held with all the managers of HP across the
world. In addition, black employees forum, revised policies on diversity, deaf
and hard of hearing forum, conferences and diversity initiatives in Asia and
Europe etc. which lead to work life balance initiatives, dependent care
initiatives, enabling a harassment free environment, affirmative action etc.
The 21st century initiatives included the appointment of the diversity and
work-life manager the middle east, Asia and Europe. The diversity lead for
Latin America, collaborative partnerships to ensure diversity internally and
externally, forginga global alliance to assess diversity need worldwide, HP
diversity council to champion initiatives worldwide where were the other
progressive schemes that were launched by HP. The company reaffirmed its
values and added a few more practices like passion for customers and speed
and agility, when it announced its merger with Compaq. These initiatives
demonstrated its commitment to the employees and the policies and
achievements over the years are a witness of the same. The company believed
that diversity and inclusion are the key drivers for creativity, innovation and
invention. Thus the shifting paradigm of HP which started with equal
employment opportunity in 60s and 70s by establishing a workplace free of
discrimination. The 1980s evidenced affirmative action, where it initiated
proactive behaviors and actions in making the equal employment opportunity
a reality for all. The 1990s witnessed workforce diversity, where the
company created an inclusive environment that values all employees. The
shift is continuing and evolving to global diversity practices in the 21st
century putting differences to work in the marketplace, workplace and the
community.

Discussion:

As can be seen in the case diversity can be understood as a mixture of people
with different group identities within the social system. It includes factors
suchas race, gender, age, colour, physical disability, ethnicity etc. Companies
incorporate diversity and consider it as an essential part of business strategy
for gaining market share, reducing costs, increasing productivity, and
improving the quality of management. HP as a company perceives diversity
as theexistence of many unique individuals at the workplace, with men and
women from nations, cultures, ethnic groups, generations, backgrounds,
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skills, abilities and other unique differences to make employees exceptional.
By inclusion, HP means a work environment where everyone has an
opportunity to participate in creating business success and where each person
is valued for their distinctive skills, experiences and perspectives. As the
company grew and expanded, dealing with a multicultural workforce has
become a challenge. Retaining a diverse workforce to serve the customers
better has defined the success of HP. The extremely competitive market had
its lessons, yet the company’s belief right from the beginning makes it an
ideal company for the equality index. While most companies claim to be
deeply committed to diversity, HP’s inclusive workplace policy demonstrates
that they are deeply ingrained in their corporate culture. It is interesting to
cite a Deloitte survey conducted in India, where half of the Indian companies
admitted that they were grossly unprepared and they need to make a
conscious effort to build an inclusive workplace.

Employee Engagement

Box 8: Case Study

The world-renowned Hyatt hospitality brand traces its origins to 1957 when
brothers Jay and Donald Pritzker purchased the original Hyatt House motel
that planted the seeds of a hospitality empire. The company now has over 600
properties in more than 50 countries and employs more than 100,000 people.
Known for upscale lodging and fine dining on-site, Hyatt is also building a
reputation for having an outstanding employee engagement strategy. More
specifically, the company focuses on employee development and promotion
from within. The company also makes it a point to share that their
comprehensive employee engagement strategy is not an add-on developed to
keep employees content. Rather, it is a pillar of the company’s overall
business strategy — one that has seen steady growth as well as avoidance of
problems that often plague the hospitality industry, such as high employee
turnover.

Employee empowerment is a key element of Hyatt’s employee engagement
strategy. Employees who feel unable to act to solve the inevitable problems
that arise in day-to-day business cannot be expected to be engaged in their
work because their efforts are stopped before they can start. Hyatt offers
ongoing training opportunities for employees and trusts them to act when
problems arise. This not only results in problems being solved more quickly,
it improves employee engagement because engaged employees are ones who
know that their work makes a difference on multiple levels. Empowerment of
employees to listen and solve problems not only helps them in their current
work, but also helps prepare them for greater responsibilities, and this is
critical in a company that likes to promote from within.

Hyatt’s employee engagement strategy is about creating better business
outcomes. A company that is in a constant cycle of replacing workers due to
high turnover simply cannot achieve the level of competence of a company




that has loyal, well-trained employees. Companies that demonstrate to
employees that their development as a person and as an employee is
important by reimbursing education costs naturally have more engaged
employees than those that do not.

The right employee engagement strategy does several things, but two of the
most important are empowering employees to excel on a daily basis and
making employee engagement part of the very foundation of working for the
company. The investment and effort are real, but the rewards show a
consistent, strong ROI from such an approach.HubEngageis an app that Hyatt
designed which offered a fully customizable employee engagement app
platform, that helped the company add their brand elements, customize the
user interface, and offer functionalities that are known to improve employee
engagement.

Discussion

Employee engagement like talent management not only motivates to
contribute their best but also motivates to contribute more. Employees must
be willing to walk that extra mile than what is expected in his or her
role.Hyatt as a company designed its engagement practices to include all
elements of engagement — Pride, satisfaction, commitment and praise — so as
to reflect the attributes of passion, willingness, working relationship ad
commitment to organizational success. It is often reported in surveys that
engaged employees are passionate and demonstrate profound connection with
the organization, thus driving innovation among the employees and taking
the organization forward. The engagement levels vary in countries. Its 45%
in India, 44% in the US, 43% in New Zealand, 40% in France and Germany,
33% in the UK and Sweden. The other Asian countries reflect much lower
engagement rates with China at 29%, South Korea 18% and Japan with 11%.
Thus employees who are not engaged clock the time with no passion or
energy at work. The key drivers as has been demonstrated in the case of
Hyatt are triggered by the leadership, people systems and processes,
strategies and positive work culture and values. Customer satisfaction and
enhanced performance were the outcomes of engagement. A Gallop study
conducted across 50 global companies in 1 year found out the engagement
and profitability link. The study reported a 19% increase in operating income
and a hike of morethan 25% in earnings per share, while those with low
engagement levels revealed a deterioration in key financial measures. The
Hyatt case also demonstrated the alignment of strategy, people capabilities,
and engagement determining organizational success thus organizations like
Hyatt consciously initiate and drive employee engagement for the several
benefits that accrue to the organization.
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Ethics

Box 9: Case Study

Justin, the new district manager does not like Janet who is the receptionist.
He claims that she is careless and makes far too many mistakes, and with her
casual attire, she doesn’t “look good” at the front desk. “Besides,” he says,
“she’s not really that interested in her job. That community theatre thing
takes way too much of her time.” When Janet asked to take the morning off
the day after her opening night, Justin commented that now she’s
undependable and insisted that Anna, her supervisor, talk to Janet about it,
even though Janet seldom misses work and her absence that morning was
easily covered by other staff. Friday morning, Anna is called into Justin’s
office. It has been a busy week because Justin is getting ready to leave for a
two-week vacation. Several projects must be completed or offloaded to other
staff before he leaves. It was decided that Anna would take care of some of
Justin’s projects while he is gone, and she is confident things will go well in
his absence. While Anna is gathering up her papers at the end of the meeting,
Justin says, “There’s just one more thing, Anna. While I’'m gone, I want you
to document Janet’s poor performance and write up an appraisal on her. Have
the paperwork on my desk and ready for me to sign when I get back, and then
you can terminate her. I want her out of here within the next 30 days.”

Anna is stunned. She knows Justin dislikes Janet, but she is not sure how she
can document Janet’s “poor” performance because she believes Janet is a
good employee. Any time she has talked to Janet about Justin’s concerns,
Janet has tried to improve. Janet knows Justin does not like her, and she has
made it clear to Anna that if Justin has any problems with her work, she
wants to know immediately so she can correct the problem. “I don’t want to
lose my job,” she’s told Anna. Anna wonders what to do. Grocery
Distribution has a published Code of Ethics, and there is an HR department at
headquarters in Atlanta, but there is no HR representative at Anna’s facility
in Ft. Myers.

Discussion:

Anna is being pressurised by her boss to write a negative performance
appraisal about Janet as a document to justify Janet’s termination. Anna, as a
supervisor believes that Janet is a good employee and has never receive a
negative performance appraisal. She is faced with the ethical issue of
reporting something negative for a good performer and not going by the
boss’s request. The role of HRD assumes significance in the current context
when no one can say that ethics have fallen of late. In fact ethical standards —
formal or informal have changed and are higher and on non-compliance to
the standards is considered a problem in the changing ethical business
scenario. Austin’s code of ethics is considered the bench mark where the
interest of the organization should be considered above personal interests,
duty to society and decision making based on facts and not on values. Every




function of HRD has potential implication for ethical issues. For example, in
training and development, equity and equality to prevail in the selection of
trainees, equal opportunity for the different types of training provided etc.
Similarly in compensation and benefits, avoiding differential pay, disparity
among the employees along with equal tangible and intangible benefits on
account of employee recognition etc could be sited. As was demonstrated in
the case integrity and honesty for employees has become the norm of the day.
Similarly, organizations are bound by national and international laws,
policies, rules, regulations and procedures. HRD function, thus has a
significant role to play in a multi-cultural, multinational, diversity-oriented
organizations.

Activity 3:

1. All of us have ethics at the personal level and at the workplace. List out
some ethics you follow in your daily life?

HR Analytics

Box 10: Case Study

Employee attrition at Experian was a problem. The company was facing
levels of turnover that were 3-4% higher than they wanted it to be. By
building a predictive model that included 200 attributes, including team size
and structure, supervisor performance, and length of commute, they were
able to predict flight risk. An example risk factor was the teams of more than
10 to 12 people. The analytics team also identified flight risk triggers: when
someone moved further away from the office, this would increase immediate
flight risk. The model was rolled out in multiple regions — with slight
differences in the predictive algorithm. These insights, combined with good
management practices resulted in a drop in attrition of 2-3% for the next 18
months with an estimated saving of $8,000,000 to $10,000,000.

Discussion:

Technology has transformed every aspect of work in the past decade. The
pace has been fastest during the Covid period and is predicted to have more
impactful driven changes. A significant transition has been the analytics,
which lends unimaginable power to businessesto leverage information
leading to a transformation in the organizations. HR analytics, as has been
seen in Experion is an evidence-based approach with a better logic to achieve
the organizational goals. The case demonstrates that HR analytics marries the
art of HR metrics and the science of technology-enabled statistical
computation to achieve results. The case also evidences the transition from
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the use of data to prepare reports, and performance dashboards, to big data.
The analytics used by the company transformed using complex algorithms
enabled by technology-enabled them to achieve their objective of reducing
attrition. HR analytics also helped in Data classification, association, and
clustering the mechanisms on internal organizational factors and external
environmental factors. Fundamental to HR analytics in Big data, which turns
out large volumes of information compared to the databases in all
departments of t  organization including HR. Organizational experience
evidence that leaders who increasingly are turning to Big data analyticsfor
answers to their questions are being rewarded exponentially. Mukesh Ambani
who relies on data analytics has been rewarded in his companies. Thus HR
analytics reflect what real-time research would look like. The long-term
benefits accrue to the organization only when the volume, velocity and
variety are mapped for correlational and actionable intelligence. HR analytics
provides an opportunity for HR for a credible image in the company, board,
and the external world.

12.3 SUMMARY

Human resource development as a concept has evolved over time. Several
events and experiments shaped the concept and its content. As it evolved,the
relationship between human resource management and HRD training
emerged for the effective utilization of human resources to achieve the goals
of organization. Consequently,the role of career development, and
coaching/mentoring in the organizational development efforts assumed
significance. Further,the umbrella of HRM with its strategic relevance has
attained a broader spectrum to include all the functions of HRM to impact the
development function. The all-pervasive concept had its impact on the
structure of the HRD function and the competencies required for the HRD
professionals for their effective functioning. The post-Covid period
accelerated this further with the result that the organizations experimented
with many initiatives resulting in practices and learning from the experiences
in India and across the world.
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12.4 SELF-ASSESSMENT QUESTIONS

1) How do you understand digital vision? Cite the example of an Indian
company which demonstrated a similar vision.

2) What is digital Advertising? Cite an example in the Indian context.
3) What is e-recruitment? What do you think are the advantages?

4) What do you understand by‘learning anytimeanywhere? Which are the
companies which encourage this method?




5)

6)

7)

8)

9)

What do you understand by being entrepreneurial and hands-on in terms
of approach to work? Did you find any activity which uses hands-on
approach?

Wellness and well-being are two concerns of organizations in the recent
past. List out the companies that have addressed these concerns in the
Indian context.

How do you understand the concept of diversity and inclusion? Do
Indian companies demonstrate diversity in view of India’s diverse
nature?

What are the employee engagement practices being followed by the
Indian companies? What do you think are the benefits that accrue to the
company?

What is the role of HRD in ensuring ethics and values in an
organization? Cite with examples.

10) How is HRD related to HR analytics?
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